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The ability to develop new products and services has motivated the government of the United Arab 
Emirates (UAE) to enter the global race for excellence and surprise the world with its iconic construction 
innovations. The key challenge for the UAE is how to encourage and enable organizations, public and 
private, to embrace innovation as the norm and create a positive environment for innovation. In this 
context, this study was carried out with the aim of examining the factors that can create innovation-
conducive climate in construction and the measures that can be used to assess such a climate.  
 
Design/methodology/approach  
The paper reports research effort to develop and test a conceptual model that hypothesizes 
relationships among different constructs that make up the climate for innovation in UAE organizations, 
construction and non-construction. In verifying the conceptual model and testing the validity of the 
hypotheses, a quantitative study was conducted based on data collected via questionnaire survey. A 
total of 101 respondents participated in the study, majority of whom were employed in private 
international firms, semi-public firms and private local firms.  
 
Findings 
The findings showed that, overall, the climate of innovation in the UAE organizations is moderately 
strong where construction firms performed slightly better than non-construction firms in demonstrating 
an innovation-conducive atmosphere. In this context, the results found a need for senior management 
to provide tangible support in terms of providing more resources for the skill base to develop further 
and seek better ways of developing creative solutions.  The main conclusion provided evidence that 




The research developed a new conceptual model and the constructs that can be used to understand the 
climate for innovation and assist researchers in examining the complex dynamics of innovation in the 
local construction industry. 
 
 





Innovation is a phenomenon that is as old as mankind itself as it incorporates the inherent tendency of 
humans to think about new and better ways of doing things, especially in the presence of necessity, and 
apply them in practice. It is those innovations, i.e. creative ideas implemented successfully in practice, 
which stand beyond the continuous advancement of civilization into higher levels. Research has linked 
the success of organisations to their ability to continuously develop offerings that perform better than 
their competitors on attributes that their customers consider to be of value (Wittmen, et al. 2009). 
Innovation is a complex concept which encompasses other sub-concepts and various activities. It is an 
organizational phenomenon that involves teamwork and occurs in and between firms or other types of 
organizations. However, firms do not innovate in isolation as innovation activities involve extensive 
interactions with the firm’s environment (Chesbrough and Bogers 2014). This interaction can be 
represented using the models of “networks” or “systems” that could be explain the flow of knowledge 
across organisational boundaries.  Powell and Grodal (2005) argued that a network can represent the 
relationships of the firm with external parties such as partners, suppliers and clients. We can distinguish 
two types of links, namely, “strong ties”, links to parties with whom interaction and communication is 
frequent, and “weak ties” (Powell and Grodal, 2005). This point is further elaborated by Arnett et al. 
(2018) in describing the links between changes at the organisation, industry and economy levels and their 
impact on the success of innovation. The increased interest in the concept of ‘open innovation’ 
(Chesbrough 2003) is an indication of increased interest of organisations in building such external 
networks to support their innovation effort. 
Drucker (1985) defined innovation to be the effort to create purposeful, focused change in an enterprise 
economic and social potential. His definition linked the importance, in a business environment, of both 
concepts of invention and entrepreneurship. For a creative invention to be considered an innovation, it 
must be implemented and successfully commercialized, i.e. turned into a product that accesses the market 
(Dulaimi 1995). For this reason, invention can be an individual activity that can be carried out anywhere, 
whereas innovation is mostly perceived as a teamwork activity, referred to as social and collective activity 
(Guan and Liu, 2016), that takes place in organizations where a combination of different ingredients, such 
as knowledge, skills, and resources, do exist for a successful innovation.  
Innovation is multi-dimensional concept that integrates the dimensions of cognitive science, since it 
involves activities of learning and production of knowledge, the organization, since it involves the 
different efforts required to transform the knowledge into artifacts, and the economic dimension, since the 
cycle of innovation is only completed by matching the produced artifact to market needs and demands. As 
a consequence of that there is no widely accepted theory of firm-level processes of innovation that 
integrates all its different dimensions.   
Psychologists and cognitive scientists may be interested in examining the phenomenon of creativity and 
cognition, individual and organizational, in terms of the micro-level process of how organizations 
stimulate the development of new ideas and problem-solving mechanisms in relation to learning and 
collective knowledge generation, exploitation and management. Liao et al. (2017) argued that innovation 
drives organizations’ performance and therefore requires the leadership to support and encourage learning 
and provide individuals with access to the needed resources. Anderson el al. (2014) interactionist 
perspective of organizational creativity can explain the complex interaction between individuals and their 
work situation at different levels of organization, From the view point of economists, studying innovation 
translates mainly into studying the economic incentives that can drive an innovation and its effect on 
economic growth and competitiveness. Micro-economists would pay more attention to the interaction 
 
 
between market and organizational factors in influencing innovation. Economic sociology would trace the 
relationship between the internal structure of “networks” of different actors (i.e. social structure and 
processes of the enterprise) and innovation.  
Organizational studies on the other hand tend to focus on the links between organizational components 
such as structural forms (including informal structures of culture and values), strategy, processes, and 
relationships and the propensity of an organization to innovate.  The aim of such research would typically 
be to identify the structural characteristics of an innovative organization by unfolding the effects of the 
structure and strategy on the ability of the organization to innovate. Management specialists may focus on 
the practices and managerial qualities that can deliver successful innovations. It also needs to consider 
change management and the adaptation of the organization to change in terms of its capacity to respond to 
changes in the external environment. Research in this area would investigate the relationship between 
innovation activities and a range of factors that affects innovation activities, among them leadership and 
climate for innovation (Hoang and Wilson-Evered 2020). There is evidence to support the argument that 
employee’s perception of a positive climate for innovation, and the availability of support and resources 
from their leaders, would enhance the employees’ innovation performance (Scott and Bruce, 1994; 
Wikhamn and Selart, 2019).  
The pressure on the construction industry to develop and adopt new technologies, tools and practices is 
immense and global (Jelodar et al. 2018). Many researchers have argued that one of the main reasons for 
the construction industry lagging other sectors is the nature of its one off and short-term projects (Lloyd-
Walker et al., 2014, Walker, 2016, Jacquetta et al., 2016). The delivery of successful innovation may be 
argued to require clients to accept greater and long-term uncertainty regarding the long-term performance 
of the acquired facility (Holmen et al., 2017). This further demonstrates the need for all project 
stakeholders to contribute to creating a positive climate for innovation that is the manifestation of the 
complex and dynamic interactions of the different project team members. Panuwatwanich et al. (2008) 
argued that innovation is the outcome of the social relationships and complex systems of interactions in 
construction projects. Such social psychological process, in the context of the construction project, can 
manifest itself as the climate that determines the motivation and behaviour of the project team (Kozlowski 
and Doherty, 1989). This paper is, therefore, focused on understanding how the social psychological 
processes in projects teams, and specifically construction project teams, create the climate that would 
influence innovation. 
Focusing on construction firms in the UAE goes in line with the purpose of the research that is meant to 
explore factors of innovativeness in organizations in the UAE. The iconic construction developments in 
the UAE, such as Burj Khalifa and MASDAR, are evidence of the dynamic, active and innovativeness of 
this sector. The most active Emirate in the UAE in terms of constructions, both projects and companies, is 
Dubai. Reflecting the perceptions of professionals from different managerial levels and backgrounds, the 
results of this research give an important insight into aspects of innovation with the focus on climate for 
innovation, by providing empirical evidence from the UAE construction and non-construction industries. 
This research aim is to investigate innovation, with the focus on construction organizations, in the UAE 
where innovation and creating a knowledge-based economy is a national concern. The pressure for 
innovation was further fueled by the announcement of the UAE government that 2015 will be the ‘year of 
innovation’ and that within seven year the government aims to be the number one in the world in 
innovation (The National 2014). This would require transformational projects, especially, in the fields of 
strategic importance to the economy such as the construction industry. This drive and urgency have 




2. Climate for Innovation 
The conditions that are critical to promoting and facilitating innovation has attracted the attention of 
researchers for several decades. Dulaimi’s (1995) research into the challenges facing innovation in 
construction have drew attention to the importance of psychological safety net and management 
willingness to support innovative champions to motivating individuals to innovate. The diversity of the 
concepts related to innovation had resulted in the emergence of many theories to formally relate 
innovation to its factors and determinants. From the level of organizational design comes the theory of the 
“innovative enterprise” that was developed by Lazonick and West (1998). This theory relates the 
competitive advantage of the business enterprise to its structure and strategy. The theory postulates that in 
order to sustain a competitive advantage, business enterprises that operate in advanced economies must 
achieve a higher degree of “organizational integration” (in terms of the social structure of the enterprise) 
over time. The theory of ‘innovative firm’ also necessitates that the strategic decision makers be able to 
mobilize committed finance to sustain investment in the skill base to deliver an efficient performance. In 
this theory, the means by which innovative firms can sustain competitiveness through its dynamic skill 
base are strategic control and financial commitment. Lazonick and West (1998) argued that innovative 
firms need to invest strategically in their skill base that is defined by the firm’s functional and hierarchical 
division of labour. The way the division of labour is structured is related to the generation of collective 
and cumulative learning. 
On the level of organizational cognition and learning many theories of shared organizational learning, 
cognition and collective knowledge, also known as “corporate memory or collective mind” (Walsh and 
Ungson, 1991) have been introduced. Corporate mind is defined as the accumulated knowledge of the 
organization stored in its rules, procedures, routines and shared norms used to guide the patterns of 
interaction and activities of generating and utilizing knowledge. Marsh (2016) explains that “individuals 
learn from their experiences and organizations create an organizational memory”. In such theories, 
activities of knowledge creation and discovery take place in a social context where knowledge transfer 
requires social interaction and shared understanding to and interaction with the corporate collective mind. 
From the same stream, stems the notion of “community of practice” (Lave and Wenger, 1991) that 
suggests members of an organization construct their shared identities and perspectives through shared 
practical work experiences and social activities. One central theory in this respect is Nonaka’s theory of 
“knowledge creating company” and organizational knowledge (Nonaka 2008). Another critical study in 
this respect is the work of Nelson and Winter (1982) on the concept of “organizational routines”. All such 
studies emphasize the role of social identity and relationships and shared cognition in generating 
knowledge necessary for sustainable innovations. A hybrid theory, from the stream of social psychology 
that combines factors from both levels of organizational design and organizational cognition is the four-
factor theory of facet-specific “climate for innovation” within work groups at organizations (West, 1990). 
This theory assumes that innovation occurs within proximal work groups of collective learning, shared 
understanding and coordinated performance occur. The model suggests four factors of internal 
environmental stimulus, namely climate, are essential for team innovation to occur. These factors are: 
“vision”, “participative safety”, “task orientation”, and “support for innovation”. According to this model, 
for a team to be innovative, it must have a clearly defined and shared vision that transmits signals to 
stimulate the members’ energy towards the expectations of the organization for innovation. Integrating 
team members into decision making is proposed as another important factor for team innovation. 
Furthermore, the working atmosphere should be perceived as safe to enable staff to offer and seek new 
ideas and solutions without fearing ridicule or other risks that would affect their positions and financial 
status. For innovative performance, it is assumed that team members reflect critically upon their outcomes 
according to their shared vision. Finally, the condition of enacted support for attempts to introduce new 
 
 
and better ways of doing things is also assumed necessary for innovation to occur within the team. The 
review of the different aspects of innovation in this section emphasized the importance of management 
leadership pivotal role in shaping the organisation’s approaches and team dynamics critical to effective 
innovation.    
3. Aim and Objectives of the Study 
The main question to answer in this study is to what extent the phenomenon of innovation can exist and 
be sustained inside organizations in the UAE, especially construction firms? To answer this question, a 
conceptual model was developed based on the review and analysis of existing relevant literature. The 
developed conceptual model presented a set of hypothesis that attempted to verify, through a quantitative 
study, via survey development and response analysis. The research objective is to investigate the 
construct of the climate of innovation in UAE business organizations and how the dynamics of such a 
climate is different in construction organizations compared to other sectors. 
4. Theory and Conceptual Model 
Research in construction has examined the influence of organisational and team dynamics on innovative 
behaviour (Zhang et al. 2018; Liu and Chan 2017). Zhang et al studied the links between the climate of 
innovation and leadership in construction projects and argued that innovation climate “reflected the 
individuals’ cognition for the sense making of the working environment”. They argued that individuals’ 
perception of the working environment, physical and psychological, would influence their motivation and 
behaviour towards innovation. Park et al. (2004) investigation of the impact of construction project 
managers behaviour on innovation have defined the climate of innovation using resource supply  and 
support for innovation dimensions. They argued that the climate for innovation represents the “cognitive 
interpretation of an organisational situation” where individual perception of team dynamics is key. 
There is a significant interest in research into organisational climate over the last few decades (Ekvall 
1996; Isaksen and Akkermans, 2011). Schneider et al. (2013, p. 362) defined organisational climate as 
“the shared perceptions of and the meaning attached to the policies, practices, and procedures employees 
experience and the behaviors they observe getting rewarded and that are supported and expected.”. 
However, the climate for innovation is referred to as the “practices and norms supported by an 
organization that encourage employees to take initiatives, and explore and develop new ideas, processes, 
or products that benefit the organization” (Charbonnier-Voirin et al., 2010, p.701). Anderson and West 
have introduced the four-factor theory on the climate for innovation which has received wide support 
from researchers (Anderson et al. 2014). Hunter et al. (2005) study reported 40 different 
conceptualizations of the climate for innovation. However, research by Hoang and Wilson-Evered (2020) 
shows that while researchers have used different research methodologies the emerging conceptual models 
can be mapped very closely with the four-factor theory for the climate for innovation.  
Researchers have for over a century focused on using mechanistic models to understand organisational 
behaviour and performance. More recently researchers have focused on understanding the social context 
that influences performance, creativity and innovation (Glisson 2015). This have given rise to studies that 
attempted to associate social context, such as organisational culture and climate, to innovation and 
organisational effectiveness. Research has consistently found that a positive climate for innovation is 
conducive to organisational level innovation (Jung et al. 2008; Patterson et al. 2005). Lewin et al. (1939) 
used ‘climate’ to capture the psychological impact of the work environment on behaviour and 
performance of team members.  
 
 
The active intervention to create a psychologically safe working environment and a transparent working 
practices that would enable the workforce to develop new ideas that addresses the expectations of the 
client would create the values and norms that sustain such performance. Amabile et al. (1996) research 
found that employees’ perception of structural support in their work environment forms the psychological 
context for creativity. 
Ahmed (1998) study of the relationships between organisational climate and culture with that of 
innovation and explained that organisational culture reflects the organisation’s climate but operates at a 
deeper level. Organisational culture is defined to be the behavioural norms, values and expectations 
(Handy 1976). Ahmed’s research concluded that organisational culture appears “to stem from the 
interpretations that employees give to their experience of organisational reality (why things are the way 
they are and the how and why of organisational priorities)”.   
Research has provided ample evidence of how different leadership styles influence creativity and team 
innovativeness through their influence on the social context and psychological environment (Anderson et 
al 2014; George 2007). Research has also shown that leadership style (transformational vs transactional) 
and leadership behaviour (participative vs directive) stimulate team innovation (Wang and Rode 2010; 
Amabile et al 2004; Somech 2006). Villaluz and Hechanova (2019) suggested that leadership support for 
innovation influences the factors (strategy, climate, systems and structures, evaluation and rewards) that 
enable innovation and hypothesised that leadership support for innovation impacts innovation culture 
indirectly through mediating variables that included climate of work. The team leader innovation role is 
argued to provide and influence the working climate to positively impact the motivation and ability of the 
team to deliver successful and effective innovation. This role would include identifying innovation 
champions, motivating and enabling them to drive this innovation. Therefore, leadership will have to 
accept the uncertainty and risk associated with innovation and the need to create the safety net that would 
encourage the team to explore new ideas. Ahmed (1998) argues that innovative firms are the ones where 
senior management commits financial and emotional support for innovation; ensure closeness to 
customer/users to enable accurate assessment of potential demand; innovation is supported by all levels of 
the organisation; and set in have structured systems to guide innovation development. 
Emerged from this review a theoretical framework that consists of three constructs. The three constructs 
represent the three levels of social psychological factors at organisation, leadership and team levels. The 
three components representing the research proposed Constructs of Climate for Innovation are: 
• Leadership for Innovation (LFI) refers to the standpoint of the team supervisors towards encouraging 
and acknowledging creativity and engaging their teams in learning activities as well as in decision 
making.  
• Team Climate for Innovation (TCI) emerged from the consideration of the social-psychological 
environment. It refers to the shared perception among proximal work groups regarding shared vision, 
perception of participative safety, support for innovation and the quality of task performance.  
• Organizational Culture for Innovation (OCI), refers to the collective corporate mind and memory in 
terms of shared perception regarding practices, policies, and norms of the firm. It also refers to the 
efforts the firm puts in encouraging and stimulating creativity and other ingredients of innovation (such 
as resources, skills, and knowledge). Panuwatwanich et al. (2008) review of this topic concluded that 
organisational culture for innovation is dependent upon leadership and team climate for innovation 
This theoretical framework defines the scope of this study through the following research questions (RQ): 
• (RQ1) How do the three constructs (LFI, OCI, and TCI) relate to each other in constituting an 
innovation-driving climate within UAE organizations? 
 
 
• (RQ2) What is the role of the organizational climate of innovation in influencing and predicting 
the business performance of organizations? 
Insert Figure 1 here 
In order to address the above research questions a conceptual model (Figure 2) was proposed and tested to 
confirm the underlying hypotheses using a quantitative analysis. The hypotheses in this study were: 
• H1: Leadership for innovation positively influences organizational culture for innovation. 
• H2: Leadership for innovation positively influences team climate for innovation. 
• H3: Team climate for innovation positively influences organizational culture for innovation. 
• H4: Leadership for innovation positively influences business performance. 
• H5: Organizational culture for innovation positively influences business performance. 
• H6: Team climate for innovation positively influences business performance. 
Insert Figure 2 here 
5. Research Methodology 
After developing the conceptual framework and developing hypotheses, a quantitative study was 
conducted to investigate the proposed hypotheses. The survey approach was adopted not only to be able 
to use the quantitative measures adopted across most studies in this field (West 2012) but also to due to 
exploratory and comparative nature of the research. The research in its quantitative study part passed 
through the stages: (i) survey development, (ii) descriptive data analysis, (iii) measurement scale analysis, 
(iv) model assessment and refinement, and (v) conclusions.  
5.1. Survey design  
With the concern of designing a survey suitable for assessing the relationships in the research’s 
conceptual the research has adapted the measures used in Panuwatwanich study (2008). The final 
measures used in the survey had to reflect the research conceptual model and the UAE context. The 
survey consists of three parts. The first part (Part A, 12 items) collects background information about the 
respondent and his/her organization. The second part (Part B, 58 items) is dedicated for rating the climate 
of innovation in the organization. This part is further subdivided into three subsections. Section B1 (13 
items) represents the construct of leadership for innovation, whereas section B2 (34) represents the 
construct of team climate for innovation, and the last subsection, B3, (11 items) is for measuring the 
construct of organizational culture for innovation. The last part (Part C, 9 items) is for rating the elements 
of the indirect result of innovation, i.e. business performance.   
5.2.  Sampling Design and Data Collection 
In general, sample design addresses two basic issues: (1) how elements of the population will be selected 
and (2) how many elements will be selected. For the first question, the sampling decision was based on 
the following considerations: 
• Geographic area: The survey needs to target organisations located in UAE only. 
• For-profit vs. nonprofit organizations: The survey needs to exclude nonprofit organizations so that 
the outcomes of innovation, i.e. business performance, are measurable. 
• Eligibility of respondents: Only respondents who belong to teams of size more than 3 are eligible. 
This is a necessary requirement for credible testing of TCI. 
For the second concern regarding the sampling size, the sampling strategy was based upon availability 
sampling which is a nonprobability (or nonrandom) sampling strategy (Heckathorn, 2002) which has 
shown to provide dependable sampling behavior (Salganik and Heckathorn, 2004). In this technique, 
elements of population are selected because of their accessibility to the researchers. At best, nonrandom 
 
 
sampling strategies can yield a sample that is representative of the population. However, it is very likely 
that such strategies result in biased samples. Purposive sampling is another nonrandom sampling 
technique that is based on the research’s knowledge of the population eligible to serve the research goals 
(Czaja and Blair 2015).  
In this research nonrandom sampling techniques of availability, purposive and snowball were merged by: 
(1) employing the contact directory of the University that contains mailing lists for current and alumni 
students and the contacts of some corporate, (2) concentrating on firms with the business sector of 
construction in Dubai and (3) by asking students to invite their colleagues at work to take the 
questionnaire. Focusing on construction firms in Dubai, but not excluding other emirates, is in line with 
the purpose of the research that is meant to explore factors of innovativeness in organizations in the UAE. 
It is evident that in UAE, the most dynamic, active and profit-making sector is the constructions sector, if 
we exclude the oil and gas sector. The most active Emirate in the UAE in terms of constructions, both 
projects and companies, is Dubai as it counts for the largest development programmes in the country. 
Three formats of the survey were created, word document, PDF file and online survey. Word documents 
can be filled and sent back by email, whereas the PDF versions can be returned by fax or scanned and 
sent by e-mail. Most of the responses received were submitted online. The survey was distributed mainly 
by sending emails to the contacts as in the university’s contact database. We also asked postgraduate 
students undertaking construction related programmes to forward the survey to their colleagues at work. 
Also, online social network was employed by posting links to the online survey on the researchers’ page 
on Facebook, the number one social networking site on the Internet. 
Around 542 emails were sent using the University’s contact directory. 104 responses were returned 
(19.19%), out of which 3 records were omitted because they violate the requirements, we considered in 
the sample design.  As a result, 101 valid records remained. Researchers have debated the issue of sample 
size and it is widely understood that larger sample provide more valid results. However, MacCallum et al 
(1999) argued that there is evidence that questions regarding the sample size and its impact on the results 
of the analysis. For example, Gorsuch (1983) and Kline (1979) recommended a sample of at least 100 for 
a factor analysis studies. Further research recommended the use of sample to variables ratio of 3 to 6 
Cattell (1978), Gorsuch (1983) 5 and Everitt (1975) recommended a ratio of at least 10.  The sample to 
variable ratio of this study is, therefore, 100 to 4, i.e. 25 (for total sample) and 43 to 4, i.e. over 10 (for the 
construction sample). The research hence concludes that the sample of 101 will provide valid results. 
5.3.  Data Analysis 
After correcting the data-entry errors, the respondent’s answers were coded to the categorical questions of 
ratings the different variables used to measure the climate of innovation. A Likert scale of 1 to 5 were 
used to code ratings from “Strongly Disagree” to “Strongly Agree” respectively, which make it more 
straightforward to identify patterns and perform specific analysis procedures. The data was also screened, 
using scatter plot, to detect outliers and found no outliers that can cause a problem of bias when 
calculating statistics. Cases with missing data were identified using frequencies.  
Missing data can seriously affect the validity and significance of the analysis results. Three cases were 
removed because they have entire sections left blank. To handle missing data, the expectation 
maximization (EM) algorithm in SPSS was used to apply the method of estimating the missing values by 
imputing the data. EM is a popular approach due to its simplicity and stability (Magni et al. 2014). In 
brief, the EM algorithm functions by running a two-step iterative process, the estimation (E) step and the 
maximization (M) step. In the E step, a series of regression equations were applied in the data to predict 
and replace missing values. In the M step, maximum likelihood (ML) estimates were calculated as if the 
data were complete. The E-M steps were repeated until convergence meaning that the covariance matrices 
were extremely similar. As a result, a new complete set was generated so that further analysis could be 
carried out. Imputing data is said to be a more recommended strategy for handling missing data than 
listwise deletion, pairwise deletion and mean substitution. 
 
 
5.4. Sample characteristics 
Majority of the respondents in the sample were employed in private international firms (29.8%), semi-
public firms (24.5%) and private local firms (20.2%). Most firms belong to the constructions (48.9%) and 
services (22.8%) sectors. This comes as a natural consequence since the survey covered firms mostly in 
Dubai (69.1%) and Abu Dhabi (29.8%) where these two sectors were explicitly considered of the two 
emirates’ mission towards their vision. Most respondents were employed in large companies with more 
than 1000 employees (43.6%). More than half the respondents (57.4%) were employed in companies with 
more than 500 employees. The majority of respondents (around 53%) work in teams of 3-15 members. 
Most respondents have high positions with 44.7% work as managers and 17% as senior executives. This 
can explain that most respondents have influence on the decision making in their firms (67.74%).  
Although the maximum percentage of respondents’ years of experience goes to employees with less than 
5 years of experience (35.1%), but a large portion goes to employees with 6-11 years (26.6%) and 11-20 
years of experience (19.1%). Most respondents hold a master’s degree (48.9%) with no one respondent 
having an educational level less than a diploma/certificate. The percentage of respondents with a 
bachelor’s degree as their highest level of education is 40.4%. The most common age range of 
respondents was 26-30 (38.3%), followed by the range of 31-40 (27.7%). 
Based on the descriptive analysis of the respondent profiles we can conclude that the questionnaires 
returned by the respondents provided reliable information since most respondents hold high educational 
degrees and occupy high positions as managers in international large firms where they influence the 
decision-making process. Therefore, we may conclude that the climate of innovation in the respondents’ 
firms was fairly rated. 
5.5.  Reliability 
In order to check the internal consistency and reliability of the variables that measure each construct in 
the conceptual model, the variables that were proposed to measure a single construct were verified 
whether they produce similar scores by measuring the Cronbach’s alpha coefficient, the most common 
measure of a scale reliability that is used to measure how well a set of variables measure a single 
construct by estimating their correlation. A commonly accepted rule of thumb is that the range of 0.6-0.7 
is the lower limit of acceptability, whereas a value of 0.8 or higher indicates a good reliability (Gorsuch, 
2015). Table 1 presents the Cronbach’s alpha coefficients of the different constructs’ measurement scales. 
The result of the test provides a very good empirical evidence that responses to the surveyed scales are 
reliable (all alphas are greater than 0.9).  
 Insert Table 1 here  
6. Findings and Discussion 
The mean values of the thirteen ‘Leadership for Innovation’ variables were greater than 3.00, ranging 
from 3.22 to 3.66 (the appendix provides the details of the analysis in this section). This can be 
interpreted by saying that overall, supervisors/managers in the surveyed firms displayed strong innovation 
conducive behaviors. More specifically, supervisors were perceived as promoting new technologies and 
ideas, confident, powerful and persistent when facing obstacles, as indicated by the means with the 
highest values of variables (A1, A2 and A3).  Despite exhibiting a sense of encouraging new ideas and 
solutions, but supervisors had relatively poor rankings on the time they dedicate to coach their staff as this 
variable had the least mean value (A10; 3.22).   Evidently, putting serious efforts in making the vision 
clearly understood and in understanding job problems were not of the main characteristics of the 
supervisors. This can be explained by managers tendency to be more reactive and responsive to changes 
and creative initiatives rather than being the force that drives and leads such initiatives. 
The ‘Team Climate of Innovation’ mean analysis showed quite strong level with mean values ranging 
from 3.21 to 3.96. Teams seem to be clear about their objectives and believe that they are highly 
 
 
achievable. This was indicated by the corresponding variables having highest values among the 34 
variables that were designated to measuring the TCI. Equally important, team members expressed 
strongly cooperative atmosphere as team members tended to strongly agree that their teams were meeting 
and interacting frequently (A25: mean: 3.95, ranked second in terms of highest mean values; A26: mean: 
3.90, ranked third). However, teams seems to be emphasize less on building on each other ideas (A42), 
monitoring (A41) and critically appraising (A38) each other’s performance and potential weaknesses for 
the sake of maintaining excellence. More importantly, team members seem to have insufficient time to 
seek and develop new ideas as the corresponding variable (A31) had the least mean value.  
To have a more detailed evaluation on the ‘Team Climate of Innovation’, we interpreted the statistics of 
the corresponding variables as grouped in the four factors of TCI which are: ‘Vision’, ‘Participative 
Safety’, ‘Support for Innovation’ and ‘Task Orientation’. Evidently, the items of ‘Vision’ had the highest 
mean values, and then came the items of ‘Participative Safety’. We can conclude that teams tend to be 
responsive and reactive rather than driving innovative initiatives. This was similar to what we concluded 
regarding the attitude of management on this aspect. More specifically, we can argue that while teams 
exhibit good understanding and agreement with the vision, and while they perceive the overall 
atmosphere as being safe and encouraging for creative participations, but they seem to need more task 
orientation and practical and tangible support for innovation. 
With a similar outcome, the overall level of ‘Organizational Culture for Innovation’ was perceived to be 
reasonably innovation–conducive with mean values higher than 3.0, ranging from 3.02 to 3.53. Firms 
were described as highly flexible, adaptive to change and adoptive of new technologies with the 
corresponding variables having highest values of mean. Unfortunately, despite seeming to foster a good 
atmosphere of openness and collaboration, firms were expected to dedicate more resources (time, money, 
and training) as the least mean values were scored for variables assessing whether firms `provide 
sufficient funding to investigate creative ideas’, whether firms ’provide adequate training for new 
technologies’, and whether ‘adequate time is given to pursue creative ideas’.  
Generally, it can be concluded that the overall climate for innovation among the firms in the UAE, as 
represented by the surveyed sample, was moderately strong. However, its strength seems to be more in 
voicing the desire for innovation rather than practical where management are expected to give more 
attention to coaching staff and making the vision prevalent. Also, while team members enjoy the secure 
and cohesive atmosphere they operate in, but they seem to require their tasks to be more innovation-
oriented with practical support. This also applies to the culture of the organizations that despite providing 
freedom and openness was required to provide more resources to pursue and develop creative solutions.  
Firms were described as performing moderately good in terms of economic success as all the nine 
variables associated with this construct were relatively high (all values were greater than 3.0). In general, 
firms seem to have better reputation as they seem to attract more new clients. However, organizations 
seem to perform less in acquiring public recognition and achieving higher numbers of products than their 
competitors. Overall, it can be concluded that the average level of business performance among the 
sampled firms was moderately strong. 
6.1. Construction context  
The sample used in this study targeted individuals employed in different sectors. However, the research 
focused on the constructions sector, which constituted the majority of the survey population. Such a 
comparative analysis would facilitate the identification of good practices across sectorial boundaries and 
identify current gaps in the industry practices. We performed a comparative analysis by calculating and 
comparing the mean values of all variables in both groups of constructions (n=43) and non-constructions 
firms (n= 49, mainly in the services sector). The results are presented in table 2 with accompanying radar 
charts.  
Insert Table 2 
 
 
Although the results show that there are small differences in the scores, for both construction and no-
construction, for all the measured constructs (‘Leadership for Innovation’, ‘Team Climate for Innovation’, 
‘Organizational Culture for Innovation’ and ‘Innovation and Business Performance’) the construction 
sector scored higher mean values than firms in the non-constructions sector. 
As can be seen in figure 3, the mean values for almost all the variables of ‘Leadership for Innovation’ 
were slightly higher in the construction firms. Similarly, for ‘Team Climate for Innovation’ (Figure 4), the 
constructions firms were perceived as having slightly better climate for innovation on average than the 
non-constructions firms as indicated by the mean values of all the variables, except for one variable (A20: 
team objectives worthwhile to the society) which has higher mean value for non-construction firms. This 
can be reasonably justified as the non-construction firms include different firms in the sectors of services, 
banking, IT, oil and gas and other sectors with products of more direct value to the wider society rather 
than specific clients. Although the overall average mean score of the ‘Organizational Culture of 
Innovation’ (Figure 5) was slightly higher for construction firms, but many individual variables had 
higher mean values in the non-construction firms. These variables are: A52: firm adopt new technologies 
(3.55 non-construction vs. 3.51 construction), A54: firm enable sense of one's control over ideas (3.24 vs. 
3.23), A56: firm provide funding to investigate creative ideas (3.06 vs. 2.98), and A58: firm provide 
adequate training for new technologies (3.10 vs. 3.07).  This observation may suggest that on the overall, 
the construction sector offered slightly less resources for seeking innovation than firms mainly in the 
services sector. 
Insert Figure 3 here  
Insert Figure 4 here  
Insert Figure 5 here  
For ‘the Business Performance’ scale (Figure 6), firms in the constructions sector had slightly higher 
average mean score than firms in other sectors. Except for one variable (B2: higher number of new 
products than competitors) all the variables had slightly higher mean values in construction firms. 
However, this variable has a significant indication as it explicitly measures the innovation diffusion 
outcomes, whereas other variables (except for B1: public recognition that can also be looked as an 
indication to the innovation diffusion outcomes) in this scale measure the general business performance. 
This may indicate greater emphasize of the constructions business on delivering projects on target than 
whether they have new products. This would reflect the focus of the construction industry on delivering 
products and services to satisfy clients in the absence of an innovation strategy framework. 
Insert Figure 6 here  
In summary, the level of the constructs of ‘Leadership for Innovation’, ‘Team Climate for Innovation’, 
‘Organizational Culture for Innovation’ and ‘Business Performance’ as perceived by respondents from the 
construction firm sample did not remarkably differ from respondents in the other the non-construction 
sample. This has allowed the research to use the entire set of data as a single sample rather than splitting it 
based on the business sector while highlighting the differences between the different variables in a more 
systematic manner as shown in the next section. 
Finally, the data was checked for any significant difference between the means of the variables in the two 
groups (construction and non-construction). Having significant differences between the means of the two 
groups would require splitting the sample into two separate samples before carrying out the analysis of 
the measurement scales devised for the study.  For this purpose, we applied the two-sided t-test for equal 
means in which the null hypothesis (H0) states that that the means of the two groups are equal (data is 
 
 
from the same sample). The null hypothesis is rejected if the absolute value of the test statistic is greater 
than the upper critical value (0.025). 
The results revealed that H0 can be rejected for only 5 variables based on the significance column (A27, 
A28, A34, A45, and A46), raising the possibility that the data set needs to be partitioned as the two 
groups have significant difference between the means. However, when checking the mean difference, it 
has been found that the values are not significant (maximum mean difference for these variables was 0.7 
< 1). Thus, it has been concluded that the entire sample can be used for the analysis as a single data set. 
To further confirm this conclusion, the t-test was repeated for comparing the means of the two groups of 
small-medium sized firms (where the firm’s size is <1000) and large firms (size is over 1000). We 
reached the same conclusion, that the analysis can be performed on the entire sample as a single data set. 
Structural Model Assessment 
The last step after establishing the validity of the measurement model is to assess the structural model in 
order to examine the relationships between the model constructs. To construct the structural model, we 
replaced the double-headed arrows between the constructs which represent correlations/covariance with 
single-headed arrows which represent causal relationship to test the hypotheses we developed in the 
conceptual model. The full structural model with the hypothesized relationships between the factors is 
illustrated in figure 7. In this model, we consider LFI an independent construct, whereas all the remaining 
constructs are dependent. 
Insert Figure 7 here 
To evaluate the model, we consider assessment criteria similar to the one we used in assessing the 
measurement model. The resulting model is presented in figure 8 with standardized path coefficients 
associated with their significance rates. For the hypothesized relationship to be supported, the 
standardized path coefficients needed to be significant at p< 0.05, and greater than 0.30 to be considered 
meaningful (Bryne, 2001).  Table 3 details the results of model assessment and hypothesis testing. 
Overall, all the model indices conformed to the assessment criteria except for RMSEA which slightly 
diverted from the threshold. The model concludes that four out of the six hypotheses are supported. 
Although one of the supported hypotheses (H3) was suggested not meaningful (path coefficient = 0.29 < 
0.3), but we found that, following Bryne (2001) rational stated above, its deviation from the proposed 
threshold is very slight and can be ignored.  Table 3 shows that H4 and H6 are not supported. 
These results suggest that the developed conceptual model is only partially supported by the data we 
collected via the questionnaires we distributed. Based on our data, hypotheses H1, H2, H3, and H5 are 
supported and the final resulting model is depicted in figure 9 with path coefficients shown along their 
significance levels.  
Insert Figure 8 here 
Insert Table 3 here 
This final model confirms the significance of the following hypotheses and suggests they are all 
meaningful: 
• H1: Leadership for innovation positively influences organizational culture for innovation. 
• H2: Leadership for innovation positively influences team climate for innovation. 
 
 
• H3: Team climate for innovation positively influences organizational culture for innovation. 
• H5: Organizational culture for innovation positively influences business performance. 
Insert Figure 9 
7. Conclusion 
In this study we aimed to investigating the components of the climate for innovation that would be 
conducive to successful and recurring innovations in the UAE. Three constructs were derived from the 
three theories of the literature. The three constructs are: “Leadership for Innovation” (LFI), 
“Organizational Culture for Innovation” (OCI), and “Team Climate for Innovation” (TCI). The factor 
analysis techniques, exploratory and confirmatory, enabled the research to group the variables, in each 
construct, into representative components. We labeled these components as follows: components of LFI 
were “innovation championing” and “transformational leadership”, components of TCI were “Insured 
support for innovation”, “Vision”, “Task orientation” and “Interaction frequency”, components of OCI 
were “Tactic for innovation” and “Strategy for innovation”, and components of BPM were “Economic 
growth” and “Outstanding performance”.  The factor analysis confirmed the validity and reliability of 
the model constructs. 
The examination of the relationships between the constructs suggested that only support 4 out of the 6 
hypotheses can be supported. Consequently, both hypotheses of TCI →BPM and LFI →BPM were 
eliminated and the other hypotheses of LFI → TCI, LFI → OCI, TCI → OCI and OCI → BPM were 
retained.  
One justification we could form for the unsupported hypotheses is that since the majority of the 
organizations in our sample data are very large (≈ 44%, company size: 1000+) international (≈40%) 
firms, it is not easy to directly relate one team’s climate or a single leadership’s attitude to the business 
performance, whereas these two factors can be easily linked to the organizational culture. On the other 
hand, it is justifiably more reasonable to establish a direct link between the business performance and the 
organizational culture which is constantly influenced by the leadership for innovation and the team 
climate for innovation. 
The findings showed that, overall, the climate of innovation in the UAE organizations is moderately 
strong with construction firms performing slightly better in demonstrating an innovation-conducive 
atmosphere. However, the results suggest that project-based industry such as construction needs to 
address the perceived paradox of investing extra resources for innovation against the need to deliver 
outcomes limited by time, cost and specification. The results of the study have shown that corporate 
goals, influenced by government innovation strategy, have led to greater emphasis from management on 
innovation. However, failure to provide resources and training are limiting the opportunity to enhance the 
climate for innovation.   
The strength of the climate for innovation can be attributed to the overall business environment that is 
reinforced by government desire for more innovation. However, the evidence suggest that such 
organizations have not yet been able to translate that, through effective leadership, into tangible support 
for innovation. Organisations are failing to provide more resources for the skill base to further develop 
and seek better ways of developing innovative solutions through effective leadership. This may be 
understandable as the UAE went through a phase where the emphasis was on fast delivery of facilities 
and infrastructure to build this young nation which would have been instrumental in shaping the working 
culture. The country has now embarked on a new phase in its development with greater focus on 
 
 
innovation. The drive for innovation championed by the government has seen public and private 
organizations embracing the innovation agenda at every level and quickly giving innovation a dominant 
position in its vision and goals. However, such organizations would need more time and effort to root 
innovation at every level of the organization and develop the innovation culture. Long established 
practices, processes, organizational structure and attitudes as well as its recruitment and procurement 
strategies need to be aligned with the new organizational vision. The results of this study indicate that 
ignoring this need for change would increase the frustration of teams in their effort to deliver on 
innovation goals. 
The research findings should be considered in its context of being conducted in the UAE where the 
intensity of cultural diversity may have influenced the conclusions. In an environment where the majority 
of the workforce is expatriate, even more so in the construction sector, it is expected that the temporary 
nature of employment of such respondents may have impacted the results. The research findings provided 
significant evidence how project managers’ leadership role can influence the climate of innovation. 
Project managers’ power, competence and skills have a positive influence on the project team in seeking 
new ideas.  The intensity of cultural diversity of the team as likely moderating factors in this research 
framework and a great factor in influencing the project manager role in inspiring and supporting 
innovation. Future studies could further support research in this area by exerting a greater effort to 
generate larger sample and, therefore, enhance the validity of the findings. 
 
References 
Ahmed, P (1998) Culture and climate for innovation, European Journal of Innovation Management Vol. 
1 (1)· pp. 30–43 
Al Maktoum, M. b. (2006). My Vision - Challenges in the Race for Excellence. Dubai: Motivate Press. 
Amabile, TM, Contin, R, Coon, H, Lazenby J., Herron, M. (1996) Assessing the Work Environment for 
Creativity, The Academy of Management Journal, Vol 39(5), pp. 1154-1184. 
Amabile, T. M., Schatzel, E. A., Moneta, G. B., and Kramer, S. J. (2004). Leader behaviors and the work 
environment for creativity: Perceived leader support. The Leadership Quarterly, 15: 5-32. 
Anderson, N,, Potočnik, K. and Zhou, J. (2014) Innovation and Creativity in Organizations: A State-of-
the-Science Review, Prospective Commentary, and Guiding Framework,  Journal of 
Management, Vol. 40 No. 5, pp. 1297–1333, DOI: 10.1177/0149206314527128 
Arnett, D. B., Sandvik, I.I., and Sandvik, K. (2018) Two paths to organizational effectiveness – Product 
advantage and life-cycle flexibility, Journal of Business Research, Volume 84, Pages 285-292, 
ISSN 0148-2963, https://doi.org/10.1016/j.jbusres.2017.11.010. 
Byrne, B. M. (2001). Structural Equation Modeling With AMOS: Basic Concepts, Applications, and 
Programming. Mahwah, NJ: Lawrence Erlbaum Associates. 
Charbonnier-Voirin, A., El Akremi, A. and Vandenberghe, C. (2010), “A multilevel model of 
transformational leadership and adaptive performance and the moderating role of climate for 
innovation”, Group Organizational Management, Vol. 35 No. 6, pp. 699-726. 
 
 
Chesbrough, H. 2003. Open Innovation: The New Imperative for Creating and Profiting from 
Technology. Boston, MA: Harvard Business School Press. 
Chesbrough, H., and M. Bogers. 2014. Explicating Open Innovation: Clarifying an Emerging Paradigm 
for Understanding Innovation. In New Frontiers in Open Innovation, edited by H. Chesbrough, 
W. Vanhaverbeke, and J. West, 3–28. Oxford: Oxford University 
Czaja, R., and Blair, J. (2013). Designing surveys: a guide to decisions and procedures (3 ed.). London: 
Sage. 
Drucker, P. E. (1985) The discipline of innovation, Harvard Business Review, May-June, 67-72. 
Dulaimi, Mohammed (1995) The challenge of innovation in construction, Building Research and 
Information, 23:2, 106-109, DOI: 10.1080/09613219508727437 
Ekvall, G. (1996), Organizational climate for creativity and innovation, European Journal of Work and 
Organizational Psychology, Vol. 5 No. 1, pp. 105-12 
George, J. M. (2007) Creativity in organizations. The Academy of Management Annals, 1: 439-477. 
Glisson, C. (2015) The Role of Organizational Culture and Climate in Innovation and Effectiveness, 
Human Service Organizations: Management, Leadership and Governance, 39:4, 245-250, DOI: 
10.1080/23303131.2015.1087770. Routledge, NY. 
Guan, J. and Liu, N. (2016) Exploitative and exploratory innovations in knowledge network and 
collaboration network: A patent analysis in the technological field of nano-energy, Research 
Policy, Volume 45, Issue 1, Pages 97-112, https://doi.org/10.1016/j.respol.2015.08.002. 
Handy, C. (1976) So you want to change your organization? Then first identify its culture, Management 
Learning, Vol. 7, pp. 67-84. 
Heckathorn, D.D. (2002), “Respondent-driven sampling II: deriving valid estimates from chain-referral 
samples of hidden populations”, Social Problems, Vol. 49 No. 1, pp. 11-34. 
Holmén, M., Bröchner, J., and Mokhlesian, S. (2017) "Integrating contractor and property developer for 
product system innovations", Facilities, Vol. 35 No. 9/10, pp. 511-524 
Hunter S.T., Bedell K.E., Mumford M.D. (2006) Dimension of creative climate: A general taxonomy. 
Korean Journal of Thinking and Problem Solving, 15, pp. 97-116. 
Isaken, S. and Akkermans, H. (2011), “Creative climate A leadership lever for innovation”, Journal of 
Creative Behavior, Vol. 45 No. 3, pp. 161-187. 
Jacquetta, S., Igor, M. and Chuan, C. (2016) “Implementation of innovative technologies in small-scale 
construction firms: Five Australian case studies”. Engineering, Construction and Architectural 
Management, 23, 177-191. 
Jelodar, M. B., Wilkinson, S., and Tooky, J. (2018) “Construction Innovation: A system controlled by 
construction project dynamics”, RICS Cobra, 23-24 April, London, UK. 
 
 
Jung, D., Wu, A., and Chow, C. W. (2008). Towards understanding the direct and indirect effects of 
CEOs’ transformational leadership on firm innovation. The Leadership Quarterly, 19: 582-594. 
Kozlowski, S. W. J. and Doherty, M. L. (1989). Integration of climate and leadership: examination of a 
neglected issue', Journal of Applied Psychology, Vol. 74, No. 4, pp. 546-553. 
Lave, J., and Wenger, E. (1991). Situated Learning: Legitimate Peripheral Participation. New York: 
Cambridge University Press. 
Lazonick, W., and West, J. (1998). Organizational Integration and Competitive Advantage: Explaining 
Strategy and Performance in American Industry. In G. Dosi, D. J. Teece, and J. Chytry, 
Technology, Organization, and Competitiveness . Oxford: Oxford University Press. 
Lewin, K., Lippitt, R., and White, R. K. (1939).  Patterns of aggressive behavior in experimentally created 
“social climates.”  Journal of Social Psychology, 10, 271-299. 
Liao, S., Chen, C., Hu, D., Chung, Y. and Liu, C. (2017), “Assessing the influence of leadership style, 
organizational learning and organizational innovation”, Leadership and Organization 
Development Journal, Vol. 38 No. 5, pp. 590-609. 
Lloyd-Walker, B. M., Mills, A. J. and Walker, D. H. T. (2014) “Enabling construction innovation: the 
role of a no-blame culture as a collaboration behavioural driver in project alliances”. Construction 
Management and Economics, 32, 229-245. 
Liu, A.M.M.; Chan, I.Y.S. (2017) Understanding the interplay of organizational climate and leadership in 
construction innovation. J. Manag. Eng. 33, 4017021.National, The (2014). 2015 will be the 
‘Year of Innovation, [online] Available at: https://www.thenational.ae/business/technology/2015-
will-be-a-year-of-innovation-1.337208, [accessed November, 2014].  
Nelson, R. R., and Winter, S. G. (1982). An Evolutionary Theory of Economic Change. Cambridge, Mass: 
Belknap Press. 
Nonaka, I.  (2008). The Knowledge Creating Company. Harvard Business School, USA. 
Panuwatwanich, K. (2008). Modelling the Innovation Diffusion Process in Australian Architectural and 
Engineering Design Organisations. Griffith School of Engineering, Griffith University. 
Panuwatwanich, K., Stewart, R. and Mohamed, S. (2008), "The role of climate for innovation in 
enhancing business performance", Engineering, Construction and Architectural Management, 
Vol. 15 No. 5, pp. 407-422. https://doi.org/10.1108/09699980810902712 
Park, Moonseo, Nepal, Madhav, and Dulaimi, Mohammed Fadhil (2004) Dynamic modeling for 
construction innovation, Journal of Management in Engineering, 20(4), pp. 170-177. 
Patterson, M. G., West, M. A., Shackleton, V. J., Dawson, J. F., Lawthom, R., Maitlis, S., Robinson, D. 
L., and Wallace, A. M. (2005) Validating the organizational climate measure: Links to 




Powell, W. W., and Grodal, S. (2005). Networks of Innovastors. In J. Fagerberg, D. C. Mowery, and R. 
R. Nelson, The Oxford Book of Innovation (pp. 56-85). Oxford, NY: Oxford University Press. 
Salganik, M. and Heckathorn, D. (2004), “Sampling and estimation in hidden populations using 
respondent-driven sampling”, Sociological Methodology, Vol. 34 No. 1, pp. 193-239. 
Scott, S. and Bruce, R. (1994), Determinants of innovative behavior: a path model of individual 
innovation in the workplace, Academy of Management Journal, Vol. 137 No. 3, pp. 580-607. 
Somech, A. (2006) The effects of leadership style and team process on performance and innovation in 
functionally heterogeneous teams. Journal of Management, 32: 132-157. 
Walker, D. H. T. (2016) Reflecting on 10 years of focus on innovation, organisational learning and 
knowledge management literature in a construction project management context, Construction 
Innovation, 16, 114-126. 
Villaluz, V. and Hechanova, MR (2019) Ownership and Leadership in Building an Innovation Culture, 
Leadership and Organization Development Journal Vol. 40 No. 2, 2019 pp. 138-150 
Walsh, J. P., and Ungson, G. R. (1991) Organizational Memory. Academy of Management Review, 16, 
57-91. 
Wang, P. and Rode, J. C. (2010) Transformational leadership and follower creativity: The moderating 
effects of identification with leader and organizational climate. Human Relations, 63: 1105-1128. 
West, M. A. (1990). The social psychology of innovation in groups. In M. A. West, and J. L. Farr, 
Innovation and creativity at work: Psychological and organizational strategies (pp. 309-333). 
Chichester: Wiley. 
West, M. A. (2012). Effective Teamwork: Practical Lessons from Organizational Research (Psychology 
of Work and Organizations), John Wiley and Sons. 
Wikhamn, W. and Selart, M. (2019), Empowerment and initiative: the mediating role of obligation, 
Employee Relations, Vol. 41 No. 4, pp. 662-677. 
Wittmann, C.M. Hunt, S.D. and Arnett D.B (2009) Explaining alliance success: Competences, relational 
factors, and resource-advantage theory, Industrial Marketing Management, 38 (7) (2009), pp. 
743-756. 
Zhang, Y., Zheng, J. and Darko, A., (2018). How Does Transformational Leadership Promote Innovation 
in Construction? The Mediating Role of Innovation Climate and the Multilevel Moderation Role 








Figure 1: Theoretical Framework for Innovation 
 















Figure 5: : Organizational Culture for Innovation' comparison 
 



















Figure 7: Structural model 
 





















Figure 9: Final Model with standardised path coefficients 
 
 
Table 1. Cronbach's alphas of measurement scales 
 
Construct’s Measurement Scale Number of Items Cronbach’s Alpha 
Leadership for Innovation (LFI) 13 0.953 
Team Climate for Innovation (TCI) 34 0.973 
Organisational Culture for Innovation (OCI) 11 0.942 
























Leadership for Innovation 3.57 3.35 
Team Climate for Innovation 3.68 3.47 
Organizational Culture for 
Innovation 
3.27 3.18 
Innovation for business 
performance 
3.64 3.40 
   
Table 3: Results of hypotheses testing as per the final structural model 
 





Appendix: List of Variables 
Note: Higher mean values underlined.  
 






A1: supervisor seek out and promote ideas 3.72 3.61 
A2: supervisor powerful and confident 3.86 3.45 
A3: supervisor persist in the face of adversity 3.79 3.45 
A4: supervisor encourage people to develop own ideas 3.72 3.45 
A5: supervisor appreciate creativity 3.60 3.18 
A6: supervisor express vision 3.42 3.18 
A7: supervisor inspire 3.33 3.14 
A8: supervisor make vision understood 3.40 3.08 
A9: supervisor understand job problems 3.63 3.33 
A10: supervisor coach 3.26 3.18 
A11:supervisor recognize contributions 3.65 3.43 
A12: supervisor encourage sharing resources 3.67 3.47 
A13: supervisor consult members when making decisions 3.42 3.53 
Average Mean Score 3.57 3.35 
 






A14: clear about team objectives 3.93 3.90 
A15: agree with team objectives 3.91 3.82 
A16: team objectives are realistic 3.86 3.76 
A17: team objectives are useful 3.84 3.82 
A18: team objectives worthwhile to me 3.84 3.80 
A19: team objectives worthwhile to the organization 
3.88 
3.86 
A20: team objectives worthwhile to the society 
3.47 
3.61 
A21: team objectives are achievable 3.98 3.94 







A23: team members agree with team objectives 
3.56 
3.49 
A24: team members are committed to team team's objectives 
3.60 
3.59 
A25: team members interact frequently 4.09 3.82 
A26: team members meet frequently 4.09 3.73 




A28: team members share information 3.88 3.33 
A29: team members influence each other 3.72 3.61 




A31: team take the time needed to develop new ideas 
3.23 
3.18 
A32: team move toward new answers 3.40 3.27 
A33: team cooperate for developing new ideas 
3.60 
3.35 
A34: team is open 3.81 3.27 
A35: team members provide support for new ideas 
3.74 
3.33 
A36: assistance in developing new ideas is available 
3.35 
3.12 
A37: team members share resources 3.51 3.27 
A38: team critically appraise weaknesses 3.35 3.20 




A40: team has clear criteria for excellence 3.60 3.35 




A42: team members build on each other 's ideas 
3.42 
3.24 
A43: team members provide ideas and help to each other 
3.70 
3.47 
A44: team has we-are-together attitude 3.67 3.31 
A45: team members feel understood and accepted 
3.81 
3.33 
A46: everyone's view is listened to 3.79 3.31 
A47: there is a lot to give and take 3.51 3.51 





Comparative summary of the 'Organizational Culture for Innovation' scale 
Variable: Description Construction Mean Value 
Non-Construction Mean 
Value 
A48: firm flexible and adaptive to change 3.47 3.24 
A49: firm take chances on good ideas 3.47 3.29 
A50: firm encourage creativity 3.33 3.12 
A51: cooperative atmosphere in firm 3.30 3.27 
A52: firm adopt new technologies 3.51 3.55 
A53: firm recognize creative employees 3.16 2.98 




















Average Mean Score 3.27 3.18 
 
Comparison summary of the 'Innovation and Business Performance' scale 
Variable: Description Construction Mean Value 
Non-Construction Mean 
Value 
B1:  public recognition 3.37 3.33 




B3: profit has grown 3.63 3.43 
B4: turnover has grown 3.72 3.43 
B5: attracted new clients 3.79 3.47 
B6: increased market shares 3.74 3.33 
B7: increased customer satisfaction 3.58 3.22 
B8: enhanced national reputation 3.88 3.57 
B9: enhanced international reputation 3.70 3.43 
Average Mean Score 3.64 3.40 
 
